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Abstract 

This paper focused on emotional intelli-

gence factors influenced individual com-

mitment towards organization change. A 

survey was conducted among 144 admin-

istrative staffs in Universiti Utara Malay-

sia which is currently going through se-

ries of changes. Multiple regression anal-

ysis revealed self emotions appraisal (β = 

0.049, p > 0.01) and use of emotions (β = 

0.068, p > 0.01) are not significant pre-

dictor of employees commitment to 

change. An application of the emotional 

intelligence helps employees set used to 

the new environment and ensuring the 

success of change. Further research is 

suggested for an exploring of emotional 

intelligence as a strategy to people man-

aging stress at workplaces. 

Keywords: Emotional intelligence, 

Commitment and Organizational Change 

1. Introduction 

Changes in organizations are inevitable. 

These changes included adapting new in-

ternal and external business environment 

such as changing market conditions, 

technology advancement, political chang-

es, social changes, and competitive inten-

sity [1]. Recently one of the focal con-

cerns is the competency in managing the 

changes. Change which is difficult to be 

ignored to its unpredictability, is the main 

concern in the context of organization 

work, organization cultures, leaderships 

and similar issues [2]. Change challenges 

how things have always been done and 

affects the individual emotions which re-

flect the commitment to change. Each in-

dividual in the organizations has their 

own belief and values. When change oc-

curs, existing belief, values and behavior 

were challenged. In managing the peo-

ple’s responses towards organization 

change, emotional intelligence has been 

found to be one of the competencies [3]. 

Emotional intelligence plays an integrat-

ed part in helping employees to imple-

ment, embrace and adapts to change in 

organizations [4]. But there are challeng-

es faced in gaining commitment from 

employees towards the changes. However, 

studies on people acceptance to organiza-

tion change and their commitment in the 

context of higher education institutions 

are a bit scarce. Understanding the issues 

of organization change in the institutions 

is important since there have been many 

academic transformational plans that re-

quire commitment from the people. 

Therefore, this study seeks to investigate 

the relationship between emotional intel-

ligence and employees’ commitment to 

change. 
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1.1.  Literature Review 

In bridging the knowledge gap of emo-

tional intelligence, several researchers 

attempted to improvise and confirm on 

Meyer and Salovey model of emotional 

intelligence. For instance, [5] adopted the 

model to study the relationship between 

leaders’ emotional intelligence and em-

ployees’ commitment. The study then 

clarifies on employees’ commitment in 

further clarifying the two dimensions of 

emotional intelligence into self emotions 

appraisal, and use of emotions. This ex-

plains the ability to perceive emotions 

accurately, access and generates emotions 

lead the way of individual thinking [6]. 

According to [7] emotions are the prima-

ry determinants of behavior and achieve-

ment at workplaces. Therefore, the ways 

in managing emotions requires emotional 

intelligence in going through any situa-

tions at workplaces. 

Changes lead to the new innovation 

and creativity which emotionally for or-

ganizational staff to embrace the change 

[8]. It is necessary for both the organiza-

tion and employees to understand the 

changes occurred and meet their need [9]. 

Many past research have supported com-

mitment to change is one of the most im-

portant factors to support change initia-

tives [10]. [11] highlighted a committed 

employee is the one who stays with the 

organization through thick and thin, at-

tends work regularly, puts in a full day 

and protects company’s assets, shares 

company goals, and so on. Because of 

that, the significant of change gives em-

ployees an emotional charge and has tak-

en seriously in managing the change. In 

another major study, [12] found the rela-

tionship between emotional intelligent 

and commitment to change has been 

widely investigated. It would help em-

ployees to identify own abilities in social 

and managing the emotions at workplace. 

This view was supported by [6], who 

pointed out there was a positive relation-

ship between emotional intelligence and 

commitment to change which contributed 

to the job performance. Furthermore, [13] 

mentioned employees who have a good 

level of emotional intelligence were 

committed to the changes. Moreover, 

there is a positive and statistically signifi-

cant relationship between the emotional 

intelligence and commitment to change 

[14]. 

1.2. Methodology 

An emotional intelligence component 

was prepared by adapting the procedures 

used by Wong and Law Emotional Intel-

ligence Scale [5]. Adapting from the main 

sources, five - points Likert Scale ranging 

from (1) strongly disagree to (5) strongly 

agree were used as medium to be re-

sponded by the respondents. The initial 

samples consisted of 144 administrative 

staffs of Universiti Utara Malaysia. The 

respondents were selected on the basis of 

experienced with the organization change. 

All the participants were staff of College 

of Business (COB), College of Art and 

Sciences (CAS) and College of Law, 

Government and International Studies 

(COLGIS).   

In the context of commitment to 

change, previous studies were conducted 

on Three Component Model introduced 

by [15]. In this study, it was decided that 

the model is the best method to be adopt-

ed in measuring the significant relation-

ship between emotional intelligence fac-

tors and employees commitment to 

change. Multiple regressions were used to 

determine the significant relationship be-

tween the variables. 

1.3.  Findings and Discussions 

The overall responded to the question-

naire was rated at 90% returned. Among 

the 144 administrative staffs who com-

pleted the questionnaire, 130 of the re-

spondents provided responses to the ques-

tionnaires.  The study found that 47 re-
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spondents of the study were male while 

83 of the respondents were female. Most 

of the respondents were among 26 years 

old and above whom working experience 

was more than 2 years in Universiti Utara 

Malaysia (UUM). 

The relationship between self emotion 

appraisals was tested by Pearson Coeffi-

cient against employees’ commitment to 

change. The results indicates there was a 

positive and weak relationship between 

variables (r = 0.249). Meanwhile, use of 

emotions found there was also positive 

relationship with employees’ commit-

ment to change (r = 0.478).  As compared 

to the multiple regression analysis the re-

sult showed as indicated in the table 1.1 

below: 

Table 1.1: Multiple Regression Analysis 

Variables Beta Values Sig. Value 

SEA 0.049 0.517 

UOE 0.068 0.496 

Correlation is significant at the 0.01 level 

The study founds there were not sig-

nificant predictors of emotional factors 

and employees commitment to change. 

This means that even though the adminis-

trative staffs at UUM understand their 

own emotions very well, somehow it does 

not affect employees’ commitment. This 

results concurs with the finding of [16] 

who generally found that the ability to 

appraise and understand one own emotion 

does not significantly influence the indi-

vidual’s overall commitment. Further-

more, according to [17] when individuals 

are able to use their emotion in appropri-

ate manner, they will be more committed 

towards the change and consequently en-

courage and motivate employees to 

commit to their roles and duties. However, 

in the case of UUM, some individual who 

have to obey to the changes are force 

their emotions to accept and commit to-

wards changes. Not at all individuals are 

likely to be force rather than they are 

willing to change.  

2.  Conclusions 

This study investigated the reasons for 

the widespread use of emotional intelli-

gence when changes occur in an organi-

zation. In this investigation, the aim was 

to assess the influences of emotional in-

telligence factors individual commitment 

towards change. The most obvious find-

ings from this study were to understand 

self emotions appraisal and use of emo-

tions in managing change. A good level 

of emotional intelligence enables individ-

uals to adapt and commit to organization-

al changes. In addition, several implica-

tions have been identified for this study. 

Individual who have competences in 

emotional intelligence are able to give 

commitment during organizations chang-

es. It influences the employees’ job be-

havior to enhance the level of commit-

ment towards the change. Further works 

need to be done to establish whether emo-

tional intelligence facilitates people in 

managing stress at workplaces. However, 

with a small sample size, caution must be 

applied as the findings might not be trans-

ferable to accurate estimate of the re-

sponds. It would be interesting to access 

the effects of the emotional intelligence at 

workplaces. 
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